The quality of a college is determined by many components, one of which is lecturers. Lecturers at colleges play a strategic role in improving college's quality. There are opinions stating that the quality of an education can be improved by first improving the lecturers' quality. Lecturers' job satisfaction and job performance become important topics to review in order to improve the lecturers' quality. This is a causality research which uses stratified random sampling method with 105 lecturers as the sample, and 95 respondents who submit the questionnaires in a complete manner. The results of hypotheses testing from this research are as follows: (1) Organizational commitment has a positive impact on lecturers' job performance; (2) Job performance has a positive impact on lecturers' job satisfaction; (3) Organizational commitment has a positive impact on lecturers' job satisfaction; (4) Job performance mediates the correlation between organizational commitment and lecturers' job satisfactionl; and (5) Reward system moderates the correlation between lecturers' job performance and job satisfaction.
socioculture, and economics (Giddens, 2001:5) . The globalization progresses rapidly thanks to inventions in technology, communication and information. It even changes the world economic order and characteristics of business environment. It also begins to affect many life aspects, not excluding the field of education, and within it, the higher education. The society, as a result of the globalization, demands a better quality in higher education. This is only natural and has to be solved immediately. This means the learning process in colleges/higher education institutes should be highly qualified; it should meet the assigned standard of quality. A college's existency and challenges depend on its stakeholders' assessment of the college's quality.
The quality of a college is determined by many components, for example the quality of academic programs (college inputs, learning process, and college outputs/graduates), the human resource, the facilities and infrastructures, and the academic environment. Among the others, the human resource component, namely the lecturers, becomes significant in order to raise a college's quality.
Lecturers at colleges play a strategic role in academic and student development. There are opinions stating that the good quality of an education can be attained by first improving the lecturers' quality. Such opinion stems from the fact that lecturers become the agent of science and knowledge transformations towards the students; hence it is expected that the higher quality of a lecturer, the higher quality of students and graduates. What can be found in previous discovery is that "the man behind the system" plays significant role in education. Human resource is the key factor in determining the power of education. Moreover, education as a service industry is a "front line provider and determine the quality of service delivery system", which places lecturers in the front line in deciding the quality of service (Sallis, 2002:35) .
THEORETICAL REVIEW AND HYPOTHESES
Organizational commitment is the individual's attachment to the organization in which he/she works. There are three components of organizational commitment, namely affective commitment, continuance commitment, and normative commitment (Allen & Meyer, 1990; Meyer & Allen, 1997) . Affective commitment deals with emotional attachment, identification, and involvement of employees within an organization. Continuance commitment deals with benefit considerations if some employees leave the organization. Lastly, normative commitment deals with the employees' sense of obligation to their organization.
It is related to the employees' job performance, that is, if employees are highly committed, they will be able to improve the organization's job performance. This is in accordance with the study conducted by DeCotiis and Summers (1987), which states that organizational commitment is a strong predictor against the employees' performance, and also Jaramillo et al., (2005) which states that between organizational commitment and performance there is a positive correlation towards sales and non sales employees. Still in parralel with the previous ideas, there are also studies by Chen and Francesco (2003) Study about the relationship of job satisfaction and performance becomes one of the most significant studies in industrial-organizational psychology. The interest towards the relationship between workplace behavior and productivity exists since the period of Hawthorne studies (Roethlisberger & Dickson, 1939) ; and this topic continues to be researched until now, either quantitatively (Brayfield dan Crockett, 1955; Herzberg et al., 1957; Locke, 1970; Schwab & Cummings, 1970) or quantitatively (Laffaldano & Muchincky, 1985; Petty et al., 1984) . However, Hawthorne studies are commonly preferential because they highlight the relationship between employees' behavior and job performance, and attract many researchers to investigate the relationshipAfter the Hawthrone studies, the most influential narrative review on the correlation between job satisfaction and performance is the one published by Brayfield and Crockett (1955) . They conclude that between job satisfaction and job performance exists "minimal or no relationship".
Following Brayfield and Crockett (1955) , several narrative reviews were published (Herzberg et al., 1957; Locke, 1970; Schwab & Cummings, 1970; Vroom, 1964) . But, these reviews are greatly different than the previous one: they express things concerning the correlation between job satisfaction and performance in an optimistic tone. Another research by Orpen (1986) observes employees in an electronic factory, and concludes that there is an insignificant correlation between job satisfaction and performance. Chen (2004) researched groups of employees in SME's (small and medium-sized enterprises) engaging in service as well as manufacture sectors, and found out there is no significant relationship between job satisfaction and employees' performance. A study on employees of wood manufacture also points out that the relationship between job satisfaction and performance is not significant (Michael et al., 2005; Gagnon and Michael, 2004) . Other researches that results in a similar conclusion are those conducted by Joyce and Slocum (1984) dan Joyce et al. (1982) .
It is evident from the previous researches that a controversy about the relationship between job satisfaction and job performance exists and becomes an interesting topic. Some opinions state that job satisfaction does have its impact on job performance, yet some others have the opposite opinion: it is the job performance that affects the job satisfaction . From the research results stated above, the writer develops the second hypothesis:
H2: Job performance has a positive impact on lecturers' job satisfaction. The controversy between job satisfaction and job performance, according to Judge et al., enables developing a new research model by adding a moderator or mediator variable between work performance and satisfaction variables. Hence, in this research, the writer adds reward system as a variable that moderates the correlation between work performance and satisfaction variables. The writer tries to review and modify the research results of Porter and Lawler (1971) which was developed from Vroom's expectancy theory. The latter states that job satisfaction and performance are closely related although they can be resulted from different causes. Vroom assumes that reward system creates job satisfaction and in some cases job performance generates reward. Porter and Lawler in their research draws a conclusion that reward system, both extrinsically and intrinsically, moderates the correlation between job performance and satisfaction. This means when an employee feels that the reward he/she received does not match his/her job performance, then the job satisfaction will be weak.
In this research, modification of Porter and Lawler's concept is done by the writer's adding organizational commitment variable, which could also affect someone's job satisfaction. A commitment is understood as an employee's will to stay working for the organization (Meyer, 1997) . Thus, an employee who has a strong organizational commitment towards his/her organization would feel a greater job satisfaction. In opposite, an employee without organizational commitment would find the job less satisfactory. Lee and Mowday (1987) mentions that job satisfaction and organizational commitment are related. The organizational commitment has a reciprocal impact on job satisfaction. It means that if an employee finds a job satisfactory, then he/she will have a strong commitment towards the organization. Reciprocally, an employee with a strong commitment towards his/her organization will feel a greater satisfaction from his/her job (Sudiro, 2008); Westover et al., (2010) .
Researches done by Gunz dan Gunz (1994), Knoop (1995) 
METHODS OF RESEARCH
This is a causality research. The sample is a part from the whole population of lecturers working at A-graded private colleges in East Java (the grades are given by the National Accreditation Board for Higher Education/BAN-PT), which is comprised of 10 private colleges in Surabaya and Malang. This research uses stratified random sampling method with 105 people as the sample. The data are acquired from the distribution of questionnaires. From 200 questionnaires that were distributed, 95 were returned in a complete manner. Validity and reliability test have proved all the items in this research variables as valid and reliable. The validand-reliable data were then tested using Generalized Structured Component Analysis (GeSCA).
RESULTS OF STUDY
GeSCA Structural Model Test Result. This research uses GeSCA model; reward system becomes a moderator variable between lecturer's job performance and job satisfaction, and there is also a mediator variable between the correlation of commitment to job satisfaction. The correlation between indicators and latent variables is completely reflexive. Here are table 4.1 and figure 4.1 containing GeSCA calculations with mediation and moderation. According to Table 1 above, the path coefficient 0.191 (CR=2.06) representing correlation between organizational commitment and lecturers' job performance is significant. path coefficient 0.217 (CR=3.31) representing the correlation between organizational commitment and lecturers' job satisfaction is significant. The path coefficient 0.433 (CR=5.74) representing the correlation between job performance and lecturers' job satisfaction is significant. The path coefficient 0.024 (CR=0.26) representing the correlation between reward system and lecturers' job satisfaction is not significant. Meanwhile, the path coefficient 0.208 (CR=4.10) representing the correlation between the interaction of job performance & reward system and lecturers' job satisfaction is significant. The last two coefficient test results prove that reward system is attributed as pure moderation. The path coefficient 0.191 (CR=2.06) representing correlation between organizational commitment and lecturers' job performance is significant with positive direction. The lecturers' job performance will improve if they have stronger organizational commitment, which means hypohtesis H1 in this research is acceptable.
H2: Job performance has a positive impact on lecturers' job satisfaction. The path coefficient 0.433 (CR=5.74) representing the correlation between job performance and lecturers' job satisfaction is significant with positive direction. Lecturers with good job performance will find a greater satisfaction from his/her job, which means hypothesis H2 in this research is acceptable.
H3: Organizational commitment has positive impact on lecturers' job satisfaction. The path coefficient 0.217 (CR=3.31) representing the correlation between organizational commitment and lecturers' job satisfaction is significant with positive direction. Lecturers who have stronger organizational commitment will gain more satisfaction from his/her job, which means hypothesis H3 in this research is acceptable.
H4: Job performance as a mediator variable in determining the impact of organizational commitment on the lecturers' job satisfaction.
The path coefficient 0,299 representing the indirect correlation of organizational commitment towards lecturers' job satisfaction through lecturers' job performance is significant with positive direction. The test result explains that job performance acts as a full mediation between the lecturers' organizational commitment and job satisfaction. Lecturers who have stronger organizational commitment which are mediated by a good job performance will gain greater job satisfaction, which makes hypothesis H4 in this research acceptable.
H5: Reward system as a moderator variable in determining the impact of organizational commitment on the lecturers' job satisfaction.
The path coefficient 0.433 (CR=5.74) representing the correlation between job performance and lecturers' job satisfaction is significant with positive direction. The path coefficient 0.024 (CR=0.26) representing the correlation between reward system and lecturers' job satisfaction is not significant. The path coefficient 0.208 (CR=4.10) representing the correlation between the the interaction of job performance & reward system and lecturers' job satisfaction is significant with positive direction. The test result explains that reward system acts as a pure moderation between the lecturers' job performance and satisfaction.
The job satisfaction will be greater in lecturers who has good job performance and whose workplace/college gives a suitable reward system; this means hypothesis H5 in this research is acceptable.
DISCUSSION OF RESULTS
Based on the hypotheses testing above, the writer could map the correlations between variables as follows.
The Impact Of Organizational Commitment Towards Job Performance (X1Y1). From the test result of the first hypothesis, path coefficient 0.191 (CR=2.06) representing correlation between organizational commitment and lecturers' job performance is significant with positive direction. This means that the first hypothesis, stating that organizational commitment has a positive impact towards lecturers' job performance, is verified/acceptable. The path coefficient has a postitive mark, which theoretically means that impact of organizational commitment towards job performance is a one way correlation. This indicates that lecturers who have stronger organizational commitment will also have better job performance. Whereas the lecturers who have a weaker organizational commitment may experience a decline in their job performance. The Impact of Job Performance Towards Job Satisfaction (Y1Y2). From the test result of the second hypothesis, path coefficient jalur 0.433 (CR=5.74) representing correlation between job performance and lecturers' job satisfaction is significant with positive direction. This means that the second hypothesis, stating that job performance has a positive impact towards lecturers' job satisfaction is verified/acceptable. The path coefficient has a postitive mark, which theoretically means that impact of job performance towards lecturers' job satisfaction is a one way correlation. This indicates that lecturers who have better job performance will also experience greater job satisfaction. Whereas the lecturers who have a poorer job performance may experience a lack of job satisfaction.
The indicator of work performance of lecturers who work in tri dharma supporting department (Y .1.4 ) has a loading factor of 0.811 meanwhile that of lecturers in teaching department (Y .1.1 ) has a loading factor of 0.778. These become dominant indicators in reflecting the following variables: job performance toward lecturers' job satisfaction about supervision (Y .2.3 ) with loading factor of 0.856; and lecturers' job satisfaction towards coworkers (Y .2.5 ) with loading factor of 0.838. It could be interpreted that a lecturer's job performance is reflected in his/her efforts, be it doing better in tri dharma or teaching the students in a better way.
This research result corresponds with Lawler and porter (1967); Siegel and Bowen (1971); Stumpf and Hartman (1984); Karatepe and Tekinkus (2006) , which state that employees' job performance will impact their job satisfaction.
The Impact of Organizational Commitment Towards Job Satisfaction (X1Y2). From the test result of the third hypothesis, the path coefficient 0.217 (CR=3.31) representing correlation between organizational commitment and lecturers' job satisfaction is significant with positive direction. This means that the third hypothesis, stating that organizational commitment has a positive impact towards lecturers' job satisfaction, is verified/acceptable. The path coefficient has a postitive mark, which theoretically means that impact of organizational commitment towards job satisfaction is a one way correlation. This indicates that lecturers who have stronger organizational commitment will also experience greater job satisfaction. Whereas the lecturers who have a weaker organizational commitment may experience a lack of satisfaction from their job.
Normative commitment (X .1.2 ) with loading factor of 0.835 and continuance commitment (X .1.3 ) with loading factor of 0.803 become important indicators in reflecting the following variables: job performance toward lecturers' job satisfaction about supervision (Y .2.3 ) with loading factor of 0.856; and lecturers' job satisfaction towards co-workers (Y .2.5 ) with loading factor of 0.838. It could be interpreted that a lecturer's commitment is reflected in his/her strength of will to stay working in the organization and in the strong feeling that he/she would suffer a loss should he/she quit from the organization.
This research result corresponds with Sudiro (2008); Westover et al. (2010) ; who state that employees with strong organizational commitment will experience a greater satisfaction from their jobs. However, it is contrary with Yiing and Zaman (2009) whose result conveys that organizational commitment has significant negative impact on job performance.
The Impact of Organizational Commitment Towards Job Satisfaction Through Job Performance) (X1Y1Y2)
. The test shows that: the organizational commitment's direct impact on job performance is significant with a positive direction, job performance's direct impact on job satisfaction is also significant with positive direction, and the organizational commitment's direct impact on job satisfaction, too, is significant with a positive direction. Therefore, path coefficient {0.217 + (0.191*0.433)} = 0.299 representing organizational commitment's indirect impact on job satisfaction through job performance is significant and positive. This means that the fourth hypothesis, stating that job performance as a mediator variable in determining the impact of organizational commitment on the lecturers' job satisfaction, is verified/acceptable.
The path coefficient has a postitive mark, which theoretically means that impact of organizational commitment towards job satisfaction is a one way correlation.
This indicates that lecturers who have stronger organizational commitment will also experience greater job satisfaction. Whereas the lecturers who have a weaker organizational commitment may experience a lack of satisfaction from their job.
This research result corresponds with the study by Bono et al. (2001) , which state that job performance is used as a mediator variable to investigate impact of organizational commitment towards job satisfaction.
The Impact of Reward System As A Moderator Variable In Determining The Impact of Organizational Commitment On The Lecturers' Job Satisfaction (Y1* ZY2)
. From the result of the testing of fifth hypothesis, the path coefficient 0.433 (CR=5.74) representing the impact of lecturers' job performance towards job satisfaction is significant with a positive direction. The path coefficient 0.024 (CR=0.26) representing the correlation between reward system and lecturers' job satisfaction is not significant. The path coefficient 0.208 (CR=4.10) representing the correlation between the interaction of job performance & reward system and lecturers' job satisfaction is significant with positive direction. The test result explains that reward system acts as a pure moderation to the correlation between lecturers' job performance and job satisfaction.
The path coefficient has a postitive mark, which theoretically means that the impact of the interaction job satisfaction is a one way correlation. The job satisfaction will be greater in lecturers who has good job performance and whose workplace/college provides a suitable reward system. Contrariwise, the sense of job satisfaction will decrease in lecturers who have good job performance, but the workplace/college cannot provide a suitable reward system.
The involvement in tasks (Z .1.3 ) has a loading factor of 0.773; and significance of tasks (Z .1.2 ) has a loading factor of 0.747. These become the dominant indicators to reflect rewars system variable, which has a loading factor of 0.773. This could be interpreted as follows: how much a reward system is desired by an lecturer/employee is reflected from the his/her involvement in tasks given by the organization/employer.
This research result corresponds with the study by Porter and Lawler (1971) which concludes that reward system moderates the correlation between of job performance towards job satisfaction, and also the study by Ivancevich (1979) which concludes that intrinsic reward system moderates the correlation between of job performance towards job satisfaction. It means that a lecturer's good job performance will not automatically result in a greater job satisfaction. The job satisfaction will increase for the lecturers with both good job performance and provision of suitable reward system from the organization/college.
Implications of the Research. This research result provides a practical implication that private colleges should give more attention to the lecturers' job performance and job satisfaction, because lecturers' betterment of job performance will help the college to progress, develop, and keep the organization's continuity in the increasingly tough competition. Therefore, it is important for the head of private colleges to pay attention to factors that enhance lecturers' job performance and satisfaction, such as motivation-building, lecturers' competency upgrading through continuous trainings in developing learning methods, experiment skills, national and international scientific journal skills; and also enhance the organizational commitment through implementation of policies and rules, and creating good academic atmosphere. In addition, the suitable reward system-whether material or nonmaterial-would be very helpful to enhance the lecturers' job satisfaction. For the lecturers, nonmaterial rewards (being involved/assigned in organizational tasks) are more preferred as their means of self-actualization than material rewards.
Limitations of the Research. The research results still have limitations in these regards: 1. The research scope has not yet covered all the private-owned colleges in East Java:
it is limited only to those which are accredited with an A grade. 2. During the distribution of questionnaires to the respondents, the writer had trouble in personally meeting and doing in-depth-interview with the respondents. Therefore, in some study programs, the writer distributed the questionnaires through the head of program, and does the interview with the head of the study program. This may cause respondents to have a perception bias on the questionnaires distributed. 3. This research is only temporarily valid: only during the period around when the questionnaires were distributed; so if there are changes in the lecturers' job performance and satisfaction, it cannot be accessed continuously. Hence, the results cannot be generalized as a long-term correlation between organizational commitment and job satisfaction variables.
CONCLUSION
Based on the purpose and result of the research, conclusions can be made as follows: 1. Organizational commitment has a positive impact on lecturers' job performance. The stronger organizational commitment is, the higher job performance of the lecturers can improve. 2. Job performance has a positive impact on lecturers' job satisfaction. The better job performance they have, the more job satisfaction they obtain. 3. Organizational commitment has a positive impact on lecturers' job satisfaction. The stronger organizational commitment is, the more job satisfaction the lecturers obtain. 4. Job performance mediates the correlation between organizational commitment and job satisfaction. Organizational commitment will improve job performance and furthermore the lecturers' job satisfaction. 5. Reward system moderates the correlation between lecturers' job performance and job satisfaction. The job satisfaction will be greater in lecturers who has good job performance if the college gives a suitable reward system.
